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This paper presents the process, methods, and.findings of'action re,search on lhe topic

af

interuship program develotrtment within organizations. Organized and w,ell-designed programs
t:an improve a sludenl's ahilifli lo integ,rate ac:ademfu knowledge with practical applic,alions, as
well as imtrtrove ('areer opportunitie,s a/ier graduation, while develaping work place
d'ommunication and ltrohlem solving skill.s" lnternship program,s also a.f.fer non-profit
organi:ations opp()rtunities to develop.fitture leaders while gaining extra ilpport within the
u,orking, environment. Iffirmation gathered.from an online sun)e)j laken hy past and presenl
internship studenls, data.from a staff fours grouJt, along with respon,se,s./rom ane-on-one
inlentiew,r has provided important inlbrmation from different perstrteclives o.f-an intern,ship
extrterience. While analy:ing the /indings and applying The Leader,ship Challenge theory,,.fitrther
recommendalions.for the implanlulion aJ'an intern,shilt progrom have heen suggeste(l in hopes af
making a valuahle t:onlrihution to lhe organization.
Keywords.' Internships, Students, Christian organizations, Leadership development
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Introduction
In today's economy, many college students are graduating without the promise ofjob
placement. This challenge can not only prevent new graduates from getting the fundamental
experience needed to gain skills but also from getting real world experience and from growing

professionally. Internship programs can play a vital role in the personal and professional
development of learners and offer opportunities for students to get experience in their field

of

study for a successful career.

Inspired by personal experience as an intem and a passion for leadership development, I
have researched the internship processes within my own organization and others in hope

of

finding valuable information to contribute to the developrnent of internship programs in faithbased, and non-profi t organizations.

Internship programs can provide a unique opportunity to gain valuable professional
experience and build leadership skills. These hands-on programs are designed to provide
students with professional advisors and cultivate today's young leaders. strenglhen their

understanding of organizations, and prepare them for future and leadership-oriented career
opportunities.

I have conrpleted my research within a Cluistian Assemblies of God church located on
the north side of the Twin Cities in Minnesota. A few families started the church in the early
1960's. and the church began to grow. By May

of

1997. with the original senior pastor still

leadirrg the people, the church enlarged its sancfuary to seat 3,000 people. Today, the church is

continuing to experience growth, while supporting and partnering with many organizations

within the community.

Z

The organization has a close relationship with a university located in the heart

of

Minneapolis. The university is a coeducational, undergraduate, primarily residential college
owned and operated by I I Assemblies of God districts of the upper Midwest. With this

relationship, many college students studying to go into vocational ministry are required to have
internship experience to complete their college degrees and have chosen to complete their

internship within onr church. Over the years we have hacl many different kinds of internship
sftidents within the organization. many of whom are students from the university needing an

intern experience for academic credit. AIso included are individuals looking for hands-on
ministry experience although not enrolled as a sfirdent.
The organization has rnany different ministry areas within one building, which is why it
can offer a wide range of internship experiences, from hands-on learning with Children's

Ministry to leading small groups within the Recovery Ministry progyam. However, from
department to department, this structure can create inconsistencies in how an internship prograrn
is run. For example, each deparlment has different rnethods and procedures when working with

intern students, including the how intern students are recruited to the process of how an intern
evaluation is performed. Yet. there are many great aspects of the current intemship experience

within the organization, as well as many opportunities to create a rnore structured and organized
program. Having clear processes and procedures for intern recruitment, training, development
and evaluation has the potential of making an average internship experience great, not only for

the organization but also for the experience of the internship students.
Researeh Purpose and Question
The purpose of this research is to

fulfiIl

a graduate requirement for the Master of

Arts in

Leadership degree at Augsburg College, while also making a contribution to this organization
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through action research. My research statement and question is about Internship Program
Developrnent: How can a.faith-hased organizalion clevelop an

ffictive

internshitrt trtrogram?

The current organization offers internship experiences; however, there is not a developed
program for the organization or for the internship students. My purpose in this research is to find
out whether what we are doing as an organization is effective in meeting the needs of the

internship student, as well as the organization. My hope is that from this research I am able to
contribute valuable information from the perspectives of previous and current intems within the
organization, staff members. and other Christian organization internship programs, as well

as

from observations of the intern student recmitment process.

With a developed and effective internship program within the organization, I believe staff
members

will feel more equipped to handle the work load of their

departrments, as well as the

additional responsibility of fostering leadership development for their intern sfudents.
For the purpose of this paper. I am defining an internship program as a structure that
integrates career-related experience into an undergraduate education through participation in
planned and supervised work. A simple internet search of "internship definition" yields more
than fourteen million responses, with many of the searches coming from colleges' websites

(O'Neill, 2010).
Literature Review
In my research. I have come across many different books and articles on the topic of
internship programs and leadership theories. The topics focused on in this review consist of the
importance of internships within today's economy, internship programs as experimental and high
irnpact learning, and suggested ingredients for successful faith-based internship programs.
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Beth Braccio (2010), of Career Builder, a company that helps people job search online
believes that the hope of gaining an advantage for fuhrre employrnent has increased both the
number and quality of internship applications. Melissa Benca. director of career services at

Marymount Manhaftan College in New York City says, "Internships have become key in today's
economy." (p.l). This is not only a benefit for organizations seeking internship applicants. but

for companies and organizations looking to develop internship programs.
Drovhahl and McKinney (2007), Professors of Educational Ministries and Sociology at
Seattle Pacific University, state that there is a social science perspective when it comes to

internships" They recognize that internships have been seen as an effective means

of

apprenticeship in a field or professiorr and for transitioning from an educational environment to

a

work environment. By taking a look at the developnrental theory of social science, internships
provide a means of transitioning from one major stage in the life cycle to the next (p.54).

O'Neill (2010) says, "lnternship programs provide

a high-impact leaming experience that

brings together classroom learning and real world experience. The dynamic aspect of internships
is that they can serve different purposes for different people. An internship can be like a compass

for students to guide their education by becoming aware of the many kinds of organizations in
the world of work. Through this process, the internship can help build early professional
experience, or exclude what they don't want to do." (p.4). Another prrrpose is for students who
may have a more clear idea for education programs or career interests. Internship programs are
great way for them to put their ideas into real life work, as welI as develop a network of people

during their professional experience,
Drovhahl and McKinney (2007) stated that internships can provide an effective vehicle
for young adults to "test their vocational drearns." In an internship program they can find

a

a
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mentor to help guide thern while they are going through the testing process (p.54). Kolb (1984)

defined a model for experimental learning through this same research study demonstrating
internship experiences as opportunities for experiential learning. The four stages Kolb identifies
that connect with the learning and experience component of an internship program are as

follows.

l.

A concrete experience

2.

Opportunity for reflective observation about the experience

3.

Engagement in the abstract conceptualization

4.

Active experimentation
Below is a diagram of the way the stages flow from one to another (p 33).
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\
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o
()
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Thinking

Kolb

(I

e84) p.3 3

With the cycle of the four stages in place, Kolb ( 1984) states that an organization can
produce a successful internship, while teaching the intem students skills for processing each

of
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the stages. Kolb's model of experiential learning highlights the important learning components

of an internship experience reflected in the proposecl six main characteristics

.
.
.

Learning is best conceived as a process. not in terms of outcomes.
Learning is a continuous process grounded in experience.
Learning requires the resolntion of conflicts befween dialectically opposed modes of
adaptation to the world (learning is by its very nature full of tension).

.
.
.

Learning is a holistic process of adaptation to the world.
Learning involves transactions between the person and the environment.
Learning is the process of creating knowledge that is the result of the transaction befween
social knowledge and personal knowledge.

Kolb said, "L.earning is the process whereby knowledge is created through the transforrnation of
experience. Knowledge results from the combination of grasping experience and transfoming

it."

(p.41 ).

When looking at the topic of internship development, it is important to look at the

important ingredients needed to make a successful program. From the study of an intemship
evaluation within a Christran organization, Trice (1997) states, "an intentship program is
indispensable in the preparation of ministry." He describes the meaningful ingredients of

a

successful intern program, much of which has to do with many areas of the inner working of

a

church which can be comparable to all organizations. Some of these ur*u, of responsibility are:
engaging in mentorship, teaching responsibilities, regular exposllre to the work of the leaders,
assistance in oversight, attending meetings, and responsibility for administrative duties.

Looking at the value of intemships. Gavigan (2010) says: "The value of the internship
experience coupled with the reflection piece cannot be understated. It really is the only

opportunity for students to 'try on' a career. to apply and strengthen what they have learned in
the classroom, to validate a chosen major or career path and, sometimes most importantly, to
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reflect and change direction while time allows." (p l8). "Trying on a career" is what makes au
internship different from an entry-leveljob. It allows a student to get experience within a set time
period. It offers the flexibility to make mistakes and learn without the fear of losing one's job or
looking bad on a job resume.
Drovhahl and McKinney (2007) report that good internships give participants
opportunities to test themselves in various and multiple ways, there is room to grow in an
internship when there is 'rootniness' in the intemship design (p.63).
Understanding the benefits of internships in today's economy with the components

of

experiential and high impact learning, along with the ingredients of a successful program
emphasis the impact internship programs can have in developing leaders" These pieces

of

literature have great value in their contribution to discovering the most effective practices for
developing leaders within intemship programs.

Methodology
This research study is approved under the IRB 201 l -13-4 for the ML58B Final Project
Seminar. My application for the research was submitted to the class instnrctor prior to the start

of

the research. The methods of my action research consist of four parts. The methods include
observation, onlirle surveys, and a focns group, as well as one-on-one interviews. The variety

of

methods within this research has given multiple perspectives when looking at the experience of

a

student's internship and the effectiveness of the program for the organization.

The frrst method I used as part of my research is observation. For this method I attended

a

local university internship fair. I attended this internship fairwith fourof the organization's staff
who work with interns on a regular basis within their departrnents of their organization. The
purpose of this observation was to gain more information about the recruitment processes of the

I
organization's intern students. This research method also allowed me to observe what other
Christian organtzations within our area offer for their internship experiences.
Online surveys make up the second method of research that I used for this study. I
designed and created an online survey using the Qualtrics Survey software provided by

Augsburg College. The survey consisted of ten multiple choice and short answer questions that
can be found in Appendix A. The survey was then sent to current and previous intern students

from all departments of the organization. I was given access to past intern student information
and looked up email addresses within our data base to send the survey by email. I looked up over
100 past and present names

of intern students and had access to 64 emails to distribute the

survey. (The survey can be found in Appendix B.)

I conducted a focus group for my third method of my research. The focus group consisted
of five staff members from within the organization who work with internship students in
departments such as Children's Ministry, Recovery Ministry, Women's Ministry, Young Adults

Ministry and Youth Ministry. The focus group consisted of a round table of internship-focused
questions for the group discussion. The focus group questions can be found in Appendix A, and
the consent form given to the participants can be found in Appendix B.
The fourth method of my research consisted of one-on-one interviews. I conducted

interviews with people in local Chnstian organizations involved with having a structured
internship program. I used this method to get an outside perspective of what kind of programs
are working within Christian organizations and to identifu

if there

are similarities within

programs. The questions asked during these interviews are found in Appendix A, and the consent

form given to the participants can be found in Appendix B.

I
Results & Findings

With the variety of rnethods used for this research, I was able to gather qualitative data
from multiple perspectives. The findings were, to some extent, what I expected to find; however,
among surveys, focus groups, and interviews. I found some confrasting responses.

0hservations
An observation of a }ocal university internship fair was where I gathered information for
the first part of my internship research of Christian organizatious. There were many Christian
organizations represented at the internship fair; each had set up a booth and their own method

of

intem student recruitment. Some booths had visual displays, such as videos or pictures playrng
on a notebook computer, while others displayed informational posters and banners. I attended the

intern fair not only to observe other Christian organizations' recruitment processes but also to
observe the recruitment process of the organization I researched.

What I found in my observation was that four different people from the organization
represented three different ministries. Each ministry had a different method of recruitment. The

methods ranged from casual conversation to distributing internship applications with addressed
envelopes ready to hand to interested students.

I also observed was that each ministry was there to recruit only for their rninistry
department. There was little knowledge about recruitment for the organization as a whole or the
idea of interning for the organization

itselt it was as if

each department was its own entify.

Through these processes I saw a sharing of ideas between the staff members on how they recruit:
however, there I observed little collaboration in streamlining the method to one process.

Throughout the day students from many different programs stopped by the table to see
what the organization had to offer. If the sfudent did not fall in one of the tluee rninistry
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categories represented at the booth, often the staff did not have a clear answer for what they had

to offer or if the student would even be able to complete an internship experience with the
organization. This scenario might leave the staff, as well as the student, confused without a clear
response. The departments or areas of rninistry, lenEh of the internship, what they have to offer
and the requirements to intern within the organization were not communicated clearly to those

seeking more information. Most often the decision to take further action to pursue an internship
experience was left for the prospective intern student to contact the organization at a later time.

After the internship fair, I learned from some of the staff I work with that within the
organization much of the recruitment for internship students happens with relationships that have
already been established. Whether the person was already volunteering or involved within the
church to some capacity or knew someone within the church, internship opportunities have often
been offered to people already inside the organization.

Online Survey Results
Forthe internship online survey, out of the 100 internship students in the database,64
had an email address, and out of the fewer valid email addresses that the survey was sent to,

2l

fonner interns took the survey. The participants who cornpleted the survey were all current or
past internship stndents within the organization. The survey consisted

of l0 questions that

pertained to their internship experience and gave them a chance to reflect on their individual
experience interning within the organization.

From the 2l interns who participated in the survey, five indicated that their experience
occurred within the Youth Deparfinent, four within Children's Ministry, two within Women's

Ministry, one identified their internship within Recovery Ministry, one interned with the
Worship Ministry, and eight people chose not to identify in which departrnent they interned.
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From the research that was done by looking into past files, what did not show up on the
surveys was that students have also interned within the areas of Men's Ministry. the Community

Life departrnent, Administration, Human Resources, Media ITV , Music, and with the
International/l,atino Ministries. I was surprised to see so many different areas of opportunity for
internships, since the two main areas that are usually identified within the organization are Youth
and Children's Ministry internships. Although the survey did not give results for all the ministry
areas offered, there was still enough variety to get a larger view of what is going on within the

internship experiences across the organization.
The length of tirne spent within the internship varied, 43o/o indicated having spent six
months to one year, 33% indicated that their internship was less than six months and 2.4%
responded that their experience was one to two years long. As the results show, at this point the
research does not tell any specific reasons for the length of the internships or why some vvere

longer than others. However. knowing that interns come into the organization from a variety
backggounds, locations. and colleges, the requirements students are looking to

fulfill

of

may vary.

With different lengths of time for the individual internship experiences, along with the many
different departments taking on their own interns, this is an area where office training and
orientation can get lost and become an afterthought.
The interns were then asked if they were students during their internship experience.
67% of respondents indicated that they were undergraduate sftidents at the tirne of their

intemship, l0% were graduate students, and l0*/o were pastoral studies sfudeuts. I found it
interesting that 14% indicated that they were not students during the time of their internship.

What was even more surprising is that even though l4oA were not students during their
internship,4So/o of all who were surveyed did not count their internship for course credit. This

ltugebrrg Coiltgc Ubrary

L2

piece of information raises an interesting point when developing an internship program that is
designed around university requirements

if only 52% of those surveyed

are completing the

internship for course credit. The fact that internships within the organization pay students an

hourly minimum wage may be more appealing to a student to get hands on experience. Without
having to pay college credit or getting a different kind of part time job that does not relate to

their field of study, students are able to network and get experience while making some
additional income.
The qualitative survey questions gave great insight from an intern's view into the
experience. When asked what was most valuable about the internship experience, a variety

of

responses were given. Some of the common themes in the data were: seeing the ministries

behind the scenes and learning the inner workings of the chwch. the large nutnber

of

relationships gained and networking opportunities, the hands-on experience in different areas,
the opportunity to "try on" different ministries, finding value in working, and connecting with
the people that were within the ministries they were serving. Other data show growth

opportunities when designing an internship program. One participant indicated that nothing
about their experience was valuable, and another shared that going through the intemship
experience brought awareness that he or she was not on the right career path.
Contrasting yet honest responses can be very useful when looking at restructuring or
designing a prograrn, it helps look at the process with different eyes, as wel} as gives a chance to

identifo any areas that may not be effective or beneficial for the intern students or the
organization. Asking for constructive feedback on what parts of the experience were enjoyed
least can also give valuable insight to making improvements. When participants were asked what
they enjoyed least about their internship experience, the responses were common: having a lack
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of direct development. training and communication, not being part of and feeling disconnected to
the whole staff tearl, doing unnecessary busy work, and having a shortage of things to do all
came up rnultiple times in the survey responses. These kinds of responses are one of the main
reasons that I believe that the organization can benefit from an orgallized and stntctured

internship prograrn. When people are identifyrng the work they are doing as "grunt" work or are
feeling like they are always running out of things to do, there is usually a lack of direction and
purpose in their experience. This problem can not only frustrate the sftrdent, but can also be

a

burden to the staff or the organization, who begin feeling as if they always need to come up with
something on the spot or trying to work with someone who may no longer be engaged in the

work experience.
When asking what the problems of the experience were. I found that it is also beneficial

to ask for ways of improvement. Many times the people who are identifting the problem also
have ideas for solution. When asked what could improve the internship experience. the number
one response from students was communication. lnterns also expressed that they would like to
see rnore collaborative efforts
as a team. Alorrg

with all the interns from different ministry areas working together

with having a teanr of intems, being a part of staff meetings and getting

exposure to }eadership rnethods to improve the internship program within the organization.
There are many different internship program rnodels, and some of them involve an intern taking
a solo role in their experience: however,

from the feedback on the survey.

a team-based approach

may be more effective when learning and experiencing as a ministry intern.
Participants also suggested having rxore clearly-defined roles, expectations, goals and
structure for their experience. Interns want to know what is expected of them and leam how to
accomplish what they are asked to do. One of the unique aspects of an intemship is that the

L4

intern is identified as someone who is in the process of learning who they are, what their
strengths and weakness are and what they want to do for a career. This allows the sfudent to try
and even fail without the results affecting their career status. The position of an intern is that of

a

learner. AIso, suft'ey responses indicated that they would want more training on the things they
need to accomplish their tasks. such as office equipment, resources, and the organization's

protocol, as well as other opportunities to grow.
Another strong response from the survey data showed that the interns wanted tnore oneon-one mentor time and more supervision in their work. With a designed internship program,
mentors could be assigned to each intern student, and designated times could be scheduled to
make the one-on-one time a priority. Mentorship is extremely important, especially in the stages
when yollng adult students are trying to figpre out their career paths, while still discovering who
they are as adults. Having a mentor within an internship experience allows the students to see the
things they are studying played out in real life. a relationship to put context to what ministry
Iooks like while balancing farnily life, personal time, relationships and to get a feel for what it

could look like for themselves. The students then have someone, who has been where they want
to go, ask questions and get guidance while they work to get the experience for themselves.
When asked

if they were willing to participate and pay for an intensive ministry

internship prograrn with a team stmcture and a leadership development focus,

if offered.T5'A of

survey participants answered yes. Out of those that answered yes, 55'/o said they would only

participate if the experience counted towards college credit for their program. Even with the
financial requirement of the potential proggam, the majority of those surveyed would have been
interested in a more team-structured and leadership-focused internship option.
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Focus Group Findings

After sun eying the intem students, I held a focus group with five staff members within
the organization that have, or currently work with. internship students. The focus group
represented five different areas of ministry and the departments that intems could complete their
experience within. With a series of seven questions, the focus group Iasted about forty-five
minutes and created great discussion that produced encouragement and ideas for possible
solutions.
When asking the staff what is the pllrpose of the current internship structure, I received
ample feedback with many different responses. Oue of the responses was "To readily equip

future professionals in a field that they could go into an entry-level position and be effective by
applying what they learned within their internship. In addition, to offer an opportunity for
students to get a clear picture of what they want to do for their career long

tenr." Another staff

member's response was, "lt's an opporfunity for sorneone to get a view of the inside of rninistry
and the hard work and details it takes to put

perspective, one of the staff shared,

"I

see

it all together for

a realistic

view." From a different

it as two-fold; there is the large advantage for each of

the ministries. I tell interns as they come in, "'We are going to get done a lot of work that couldn't
get done without you, and you are going to get valuable experience and oppofiunities to prepare

yourself. I tease the students that my goal for this internship is that with their first position they
would not get fired. This internship is a place where they can make mistakes and get direction
rather than the boot."
When asking the question about the internship's purpose, in acldition to the responses
above, some of the other cornments shared were about helping students gain life skills,

maintaining balance between ministry, life and work, as well as having the opportunity for
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personal development within the experience. With the responses shared, it is clear that the

current internship structure does have purpose; however, the purpose is not as clear and precise
across the organization for working towards a common goal. The findings from this research

question identify a starting place for the potential of developing an internship purpose statetttent,

which could help strengthen the direction for an intemship program.
The next senes of questions consisted of having the staff members identify some of what
they viewed as strengths and weaknesses of the current internship practice. During this process,
the interesting point was brought up that the current intemship model is not really a prograrn. so

for the purpose of further questions, we used the term internship structure. Some of the benefits
and strengths of the current structure that were mentioned included having the ability to pay

interns, the opportunities to offer many different ministry areas for internship experiences. the
size of the organization giving opportunities for a well-rounded experience and opportunities to

lead a group.
When asked about the growth opportunities for internships within the organization, sorne

of the responses given were around the idea of developing an internship program which is more
organized and consistent throughout each ministry area. The idea of the pastoral staff and
leadership team sharing roles for training, welcome orientation, leadership development. and life

in the ministry training for interns in possible workshop or group style was an idea suggested to
create more clear communication and to show the sfudent that they're not the only one starting in
an internship role.

Mentioned earlier in the focus group discussion was the fact that the internship students

within my organization are paid. The staff discussed this area as a "double-edged sword"
because it has its benefits: however,

it can be seen

as a weakness when the internship

quickly
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becontes an hourly job. The comment was made that, "An hourly job is not what we are
preparing them for, in ministry you never punch a clock." Character development, life skills,
budgeting, and goal setting are all areas that some of the staff has worked on with their intern
students. They see these areas as an opportunity to expand across a program for all intem
students to help them make the transition from academia to vocational ministry.

Another growth area that was discussed is helping integrate internship students not only

within their nrinistry area but also within the whole church and staff. The concern that the "chain
of command" of a student intern is not clear was discussed, as well as how confusing it can be
when working in rninistries with large volunteer teams. When church volunteers servittg in

a

leadership capacity have been in a ministry role for a long time and a new intern studetrt comes

in and out of the organization every six months to a year. it can be difficult for the volunteer and
intern to know who takes direction from whom. Creating clear pathways for everyone within the
organization can be helpful in making serving and working experiences more en;oyable.
To get more specific, I asked the staff to describe what their ideal profile would be for an
intern within the organization. This seemed to be a difficult question for the staff to answer. Over
the years each department has brought on many different kinds of interns; high school graduates,
college students from a variety of colleges and program which many different reasons for

participating in an internship. The staff communicated that there were not clear requirements
fronr the administration of the organization as whole, which led to each department choosing
their own profile of student based on the interest of the individual seeking an internship
opportunity. One staff responded that it was more of a challenge working with college students
who were younger because they did not come into the internship as mature and ready for
ministry. Having to deal with dress code issues and trying to find students to fit within particular
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ministry departments that are not as common as Children's or Youth Ministry were areas of
concern when working with younger students that haven't completed their junior or senior year

of college or were not enrolled in any type of ongoing education.
Other departments said that they have seen more success when working with college

junior and seniors who are in traditional education programs because there are experiences that
the snrdents have already had that don't have to be learned when beginning their internship. The

majoriry of college students that have completed their internship within the organization have
conle from Bethel University, Northwestern and North Central University: however, each of the
schools has different requirements in attaining credit for their internship experiences so the
organization has to customize the internship experience to the needs of the studeut.

Within the organization the internship provides experience for the student; however. the
student is also additional support to the ministry they are serving. The staff said that exposure to
the adrninistrative needs in ministry with a balance of the upfront event planning and the

carrying out of services or events are the main requirements for an intern.
When asked what some of the benefits interns gain from their internship experience are

within this specific organization, many of the staff members had things to share. Some of the
most emphasized benefits were: having job opportunities within other churches after the

completion of their intemship, gaining a large nefwork within in and outside of church,
vocational rninistry mentor relationships. and having a persoual reference from the organization.
One of the staff said. "Because of the way ministry is run within our church, other local and

national organizations look very positively on when an individual has experience with ns. Our
organization has crossed bridges other churches and organizations haven't yet; from increased
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size of ministry growth. to goal setting, reaching those goals, and creating small groups and new

ministries are all experiences interns can bring with them."

I asked the focus group what kind of intemship structure they thought would thrive best
within the organization. The response I received was "a program." Having a program that is
developed collectively, thought through, and has the implementation of what the departments are
already doing is what the group thought would work best, More stnrcftrre, cross training within
the clepartments and having an orientation for the interns. are all components that were said

would be helpful in having a developed program.
The last question I asked the staff participating in the focus gronp was what they believe

it takes to create a great internship program for an organization and experience for the student.
One of the staff said,

-'Being

intentional as a church to recognize and celebrate the importance

and the contribution of cleveloping future leaders for the next generation." Some of the other

important cornponents mentioned were: having pastoral staff and interns spending time one on
one for rninistry mentorship, clear expectations for the organization and interns, a healthy

amount of exposure to life outside of work ministry, transparency from the leaders and elements

of discipleship to focus not only on outward ministry, but also inward spiritual transfonnation"
One-on-one Interview Findings
The last method of research I conducted was exploring the internship pro$am of another
local Christian organization. For the final piece of research l had the opportunity to interview

with the Assistant Intern Director of a local internship program. This particular internship
program is within a successful multi-campus church located in the Twin Cities area.
The first question I asked was how the internship progratl first started within the church.
The assistant director explained that the church informally had about ten intems over the last
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four or five years who were students within the church that needed to complete an internship
experience. However it was within the last year and a half that the church created a more formal
internship program with a leadership focus. The program attracted people who were looking to

grow as leaders, college sftldents and post graduates aged from l S-30 years old.
The structure of the intemship program has many different working parts. The first step
sorneone must do when interested in doing an internship within the organization is to

fill

out an

application with personal references as well as completing an interview with the prograrn
director. When accepted into the program each intern pays a $4500 program fee for the first year
to cover food, retreats, books, events, and staffing. If an intern is asked back for a second year,
the program fee is

$

1

500. Interns are not paid during this time, and many of the intems are

college students, post graduates or working another full-time job.

As a whole leadership is the focus of the program, and each individual intern chooses

a

track to get their specific experience in, such as: kids, youth. worship, rledia, or subgroups. The
internship program is an extension of the culture of their church and acts as the driving engine

of

the organization. The chtrrch was a seven year old church plant with eight services at four
locations. T0% of the congregation is under the age of thirty. They have over 2500 weekly

attenders,200+ small groups (with over 2500 regular attenders), 1200+ volunteers, and fwenty
ministry teams. All interns play a vital role in the operation and organization of all ministries.
essentially, interns take on the leadership and pastoral roles of staff. From small group ministry

to student ministry to worship, intenls are trained on the job by soure of the most dynamic
leaders in the church. Every Monday the intern team has a meeting starting with worship and

devotions and then each intern puts in about 20-30 hours a week over an eleven month period.

2L

Each tenn all the interns start the program at the same time starting and ending the year with an

rntern retreat.

When learning about their internship program, I asked about the mission and vision. The
assistant director said "Our hope is that through this internship experience, we are developing

capable leaders who are able to lead as healthy and holistic leaders." The organization does this

by giving interns hands on nrinistry experience, encouraging them to build community and by
equipping thern to be leaders within and outside of the church by facilitating personal grow
opportunities. Some of the resources used with the intern students consist of MBTI personality
types, Strength Finder 2.0, and books by John Maxwell and other well-known influential leaders.

After the 1l month program is finished, about half the students are invited back to
cornplete a second year within the program. During the second year there are new opportunities

for the interns, and they help develop the new first year interns. Placement for the other interns,
who choose not to do a second year consist of getting opportunities sent to them by the staff,

as

well as leaving the program well net-worked within the church and other community
opportunities.

The last question I asked during the interview is "what do you believe it takes to create

a

great internship progJam and experience?" There were three parts to the answer I received. First
there must be a clear vision for the program and how

it fits into the orgarrization. This consists of

knowing the areas of need as well as knowing the experience that is brought into the prograrn by
staff members along with intern participants. The second part in creating a great internship
program is having a good recruitment and development plan for interns. It is irnportant that
interns are continuing to develop skills that

will

enhance their internship experience as well as

help them in their leadership after they have completed the program. Having an experience
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based rnodel is the third part of created a great internship experience. This kind of model allows

interns to take ownership of something while they push and stretch themselves to grow. This
organizations main focus is to empower their interns. The track pastors pour into the individual
interns and also encourage them to frnd other mentors.
Since I met with the assistant director of the internship program. the organization has also
created an additional program known as a discipleship academy with a similar structure for

developing young people and additionally offering classes. The classes are college level quality
for education, taught by individuals who have earned their masters of divinity or higher
theological degree. There are eight classes focused on in the first year of the program from
church history to spiritual formation and personal development.

Applying Leadership Theory
The leadership theory that I chose to apply to my analysis is a theory by Kouses and
Posner found in the book The Leader,ship Challenge 14tr'edition) (2007). Much of the

information gathered was from the companion book, (hristian Reflection,s on The Leader,ship
('hallenge (2006).
Kouzes

& Posner's theory of The Five Practices of Exemplary Leadership

are ways that

leaders can mobilize others to get extraordinary things done within an organization. Each

of

them are practices leaders use to transfonn values into actions, visions into realities, obstacles

into innovations, separateness into solidanty, and risks into rewards (Kouzes & Posner, 2006).
The intention of applying this theory to the development of a leadership intemship progratn is to

identify the strong correlation between the potential and opportunity a faith based organization
has to help emerge great leaders.
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Kouses and Posner, Leadership Chullenge Theory

The Five Practices of Exemplary Leaderehip

.

Clariff Values
n Set the Example

*

.

Envision the Future
Enlist Others

. Search for 0pportulnities
. Experiment and Take Risks
. Foster Collaboration
r

Strengthen CIthers

'. Recognize Contributions
f,elebrate the Values and Victories
One of the core foundations of The Five Practices is that leadership is learned. Kouzes
and Posner in the companion book (2006) say, "The truth is that leadership is an observance set

of skills and abilities that are useful no matter where you are. And leadership, like any other skill,
can be strengthened, honed, and enhanced, given the motivation and desire, the practice and

feedback, and the proper role models and coaching." (p.339). This main idea pairs perfectly with
the process of creating a program to help individuals develop and strengthen the skill and
practice of leadership.
Each practice of the theory can be unpacked to better understand how it can be
implemented within an organization, built into a program and lived out in leadership.

Model the Way
In the Christian Reflections on The Leadership Challenge (2006). Reverend Ken Horne
said,

"If you are going to do something worth doing, you've got to be passionate

about it""

(p.8).This statement summarizes the first practice. Model the way is done by finding your voice
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and sefting the example. Clarifying personal values and then being able to express them in a way

that is unique to your own style is essential to finding your voice. It's our values that serve as
guides and are essential to knowing which way is the direction we should go, the more clear we
are on finding our voice the easier

it is to stay in the direction we are headed. Internship

experiences are meant to be safe places to grow and learn not only about an organization but also
about oneself.
Kouzes and Posner (2006) describe how discovering values that can be shared is the

foundation for building productive and genuine working relationships. The most powerful thing
a leader can do to rnobilize others is to set the example by aligning personal actions with shared

values. Leading by example is how leaders make visions and values tangible (p.l2).
Through implanting the first practice, modeling the way interns are not just participating
in a short-term program but are empowered to model the way for volunteers and others within
the organization, they demonstrate leadership from the beginning while gaining personal growth
and experience at the same time.

Inspire u lihsretl Vision
The second practice, inspire a shared vision, has two main components which are to
envision the future and enlist others. This practice allows interns to be a part of building the
future of an organization while learning lrow they can enlist others at the same tirne. Part of
being a leader is wanting to make a difference, and with that comes a desire to make sornething
happen, to change the way things are or to create something new.
Kouzes and Posner (2006) define a vision as a mental picture of what tomorrow could be

like. It expresses our highest standards and values and a vision gives focus to human energy.
Vision isn't everything. but it is the beginning of everything (p.17).
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Finding vision is sirnilar to finding your voice, it is a process of both self-exploration and selfcreation (p. l8).

Within an organization it is irnportant that others can see themselves in the future of

a

vision, that they are enlisted in the process. The way that leaders can enlist others in a common
vision is by engaging shared aspirations (p- l8). This allows everyone to move in the same
direction and feel like they are a part of something and making a difference.
Chullenge the Process
Challenge the process is one of the leadership practices that closely comfflunicate one

of

the components for an effective internship program. The main components of this practice are to
search for opportr:nities. to experiment and take risks. An internship experience is all about

learning, growing and "test driving" a vocational position and a leadership program with this
theory applied allows individuals to do that while understanding the importance of the practice
continually over time.
Challenging the process is like "coloring outside the lines", it's a way to be creative and
search for new opportunities. Kouzes and Posner (2006) say that innovation and excellence are

the result of people at all different levels making things happen. Part of leading is to provide

opportunities for people to exceed their previous performance levels, and it's important to set the
bar at levels others feel they can succeed (p.23).

Being able to experiment and take risks is part of the process when working on a new
project or creating new programs within an organization; however, this practice also may result

in some mistakes. Kouzes and Posner (2006) have found that overall the quality of work
improves when people have the chance to fail. One of the rnost productive and supportive things
leaders can do for their people, is to create a learning climate where tnistakes and failures are not
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punished but learned from (p.25). It is also in environments likes these that interns carl grow and
develop into leaders themselves.

Enable Others to Act
Organizations need leaders because one person can't do everything alone, in order far the
organization to ftlnction it requires people to act. The fourth practice is enable others to act. and
leaders do this by fostering collaboration and strengthening others.

Kouzes and Posner (2006) define collaboration as the master skill that enables teams to

function effectively. Leaders foster collaboration by promoting common goals and building trust
and this can only be sustained when there is a mutual sense that everyone is in it together (p28).

Through an internship experience when an individual is not just filling a position but is part of

a

collaborative team, he/she is able to see the inrportance of team work and observe how to foster
collaboration.
Part of having the ability to sffenglhen others is being able to share responsibility and

control. Kouzes and Posner (2006) say that creating a climate which people are involved and feel
that what they are doing is important is at the core of strengthening others (p.29).Having
sffucture and clear direction are elements that can help create the kind of climate that people can

thrive in. This practice backs up the theory of how a strucftrred program can increase the
effectiveness of an internship experience for the participant and an organization.

Encourage the Heart
The final practice of The Five Practices is encourage the heart. byrecognizing
contributions and celebrating the values and victories. Kouzes and Posner (2006) describe how
often successful leaders will have high expectations of themselves and others. Research shows
that peopte

will act in the way that is expected of them, if people are given clear expectations
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they then have a target to shoot for and a way to measure their performance. In result positive
expectations lead to positive results, "leaders get the best from others, not by building fires under
people but by building fires within them." (p.35).
Creating a spirit of community is how leaders can celebrate the values and the victories
those they lead.
a part

of

A way that this is demonstrated is by public celebrations where everyone can

be

of and gain the sense that we are in it together (p.36). Within an internship program having

orientations together to welcome new team members or going away on retreats to build

community and celebrate successes is another way to encourage the lreart and demonstrate this
aspect of leadership to those learning to lead.

Findings from Kouzes and Posner (2006) companion book indicate that pastors, volunteers,
students, and teachers along with many other group of people are frequently more effective than

their counterparts when they use The Five Practices of Exemplary Leadership. For example,
they

r
.
r
r
.
r
r

More often meet job-related demands
Create higher-preforming teams
Foster renewed loyalty and greater organizationa] commitment
Increase motivation and willingness to work hard
Enlarge the size of their congregations
Reduce absenteeism, turn over, and dropout rates
Positively influence recruitment rates

The research also found that "people working with leaders who demonstrate The Five Practices

of Exemplary teadership are significantly more satisfied with the actions and strategies of therr
leaders: they feel more committed, excited, energized, influential, and powerful; and they are

more productive." (p.343).
The more people engage with these practices that more positive influences they

will

have

on others within their organization. God's work gets done most effectively when people believe
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they can have a positive impact on it, and The Five Practices of Exemplary Leadership are
vehicles to accomplish the work that needs to be done.
I

mplementation & Evaluation
Internship programs can provide undergraduate and graduate students a chance to gain

experience in how an organization executes its mission, purpose, functions, and processes.

Throughout my internship experience, along with the findings in the research, I have gained
recommendations for future internship program implementation.
Recent trends in organizational theory suggest that modem organizations are veering
away from traditional structures where specific functions/tasks are handled by individual
departments, in favor of a system perspective. Effective organizations, as systems, tend toward

a

project/tearn-based orientation for getting work done. Consequently. there appears to be a need

to develop internship programs which are predicated on new ways to get work done where the
internship reflects cross functional diversity irr what is learned by the student. Simply put,
organizations that sponsor intemships need to support the concepts of cross functionalify and
team developrnent in order to maximize the learning experience of the intern.

An internship program which supports the concepts of cross functionality and team
developrnent also provides an advantage to the sponsoring organization in that it allows the
mentors of interns to fine-tune their notions of how work should get done in the organization by
the process of operationalization for duties of interns. Such operational definitions should foster
the extension of systems thinking once the intern leaves the sponsoring organization. In other
words, a cross functional team oriented internship allow an organizations leaders an opporfturity
to think through changes in work patterns they may face as their organization moves from

traditional structure to a process orientation.

a
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Looking at my own orgarlrzation there are many helpful recommendations I have pulled
from the research to implement into developing an internship prograrn within a faith based
organization. From the online surveys and the focus group there was similar responses in how an

intemship program could be created and made more meaningful for all participants.

To implement an internship program successfully, I recommend having the whole
organization on board. When developing the program, an organization must take into
consideration everything frorn the recnritment and application process to how much staff tirne is
required to run the program. Clear vision and clear expectations are important for the whole
team, intems and staff within the organization. When there is specific direction for the people

involved and a common vision when working together, there are fewer frustrations and more
chances of the program being successful. I recommend having a streamlined recruitment and

application process that is effective for each of the ministries instead of every department having
its own recruitment and application plan. This helps to keep consistency in the program with
what the expectations are of applicants; it can also relieve the front end work of the pastoral staff
and deparunents that acquire an intern student to work in their area of ministry. Along with all

interns going through the same application process, having $oups of interns start the program at
the same time as a team and having them cornplete an orientation could minimize trainings and

maximize the use of staff time. More structure with cross training within the departments to
experience all of the organizations ministries and to get a big picture of the organization can
create more team players when crossing the bridge into other deparfinents.

Before implementing the prograrR, it's important that the organization developing the
intemship program goes over each area of the structure, promotion, process and requirements for
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the program" Creating a checklist or writing out a plan could look something like this table

below:

Srnugu.,ng

PRouotroN

PRocgssgs

RpeutRgnapNrs

n Define how the program works within the organization
n Idertifo resources needed to run the prograrn
n Leqgth of
I Determine the program's mission
,-Develop a program name that is unique to the organization and
reflects the purpose of the program
Identifu the target audience
=
I Create informational resources about the plogram
n Recruihnent of participants
T Application
l Interview
l Placement into the program
T Orientati on for partici pants
n Time spent in the program
n Evaluation

r
I
I

Demographic (age, education, etc.)

Skills
Time commitment

To implement something new successfully, there are many different elements that will need to be
considered ahead of time. Having a program implementation plan fbr everyone involved in the
creation process can help bring clarity to the overall development of the program.

From the research I found, having pastoral staff or leadership teams sharing roles for
training, welcome orientation, leadership development, and life in the ministry training in

a

workshop or $oup style can create more shared responsibility for the staff of organization. This
format also can show interns that their position or ministry area is not isolated and that are not
the only one starting in an intemship role, but that they are a part of a larger organization and a
bigger team. This model can also help create collaboration within an internship team as they

participate in shared experiences through organizational wide events and projects.

,
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Determining the purpose and basis of what the internship program will consist of for the
organization and the experience of those who participate wilI help identify what recourses,
activities and training will be necessary. Making the information available in an outline or chart

form for potential participants can help with the promotion of the program as well as giving clear
definition to the program. Not only will this benefit those looking to be a part of the internship
program. but it

will

help those within the organization determine a rotation and schedule for the

staff to lead and facilitate workshops and training based on their areas of expertise.
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In the realm of leadership there are many resources and topics that conld be covered

within an internship prograrn with a leadership developrnent focus. The previous chart is an
example of possible workshop topics and resources that could be implemented into a program.
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Departrnents within rny organization have seen more success when working with college

junior and seniors who are in traditional education programs because there are experiences that
the sftrdents have already had that do not have to be learned when beginning the internship

program. Setting a specific age range or partnering with local universities and education
programs to customize the internship program can help bring more focus and intentionality

within the experience. Partnering with another organization may be a more complex process to
establish a new program when it comes to meeting requirements, budgets and expectations

of

both parties: however, the idea is possible. In the development process it's important to establish
the purpose and vision of the program to have something to refer back to and help plans stay on
track.
There are many benefits interns can gain from their individual internship experience and

it is irnportant to help them identifu what they are before and after their participation within the
internship program to emphasis the value in the experience. Some of the most emphasized
benefits from the research were: having job opportunities within other churches after the

completion of their internship, gaining a large network within in and outside of church, ministry
mentor relationships, and having personal references from the organizatiou. Setting individual
goals and growth plans for interns when they first enter into the program and bringing closure

with recapping the benefits and value gained from their experience not only can help interns
successfully fransition into what's next but also help promote the program to other prospective
intems by seeing the results in others.

For an organization to promote effectively" recmit for and implement an internship
program the program plan needs to be written out. When the internship opporrunity is proposed

to a potential candidate the prospective participant should have a good idea of what the
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internship experience will consist of, what they can expect and if it's something that would be of
value for thern. Having a clear plan in place for the expected time committnent, hands on

opportunities available, and if there will be a cost to participate in the program or a stipend
awarded are all important factors for an organization in establishing a successful internship
program.
Dependirlg on the allotted budget for the creation of the program and what the

organization is able to fund, I would recommend having all internship participants pay a program
fee or tuition. A payment process would help support the ongoing work of the program as well
as

filter out any candidates that may not be as fully invested in the experience. Payment plans

and scholarships for the program could be offered as well.

If possible, partnering with local

colleges and universities in the area to meet qualifying requirements students need to

fulfill for

their school program would help bring credibility and sustainability to the internship program.
When creating and implernenting this intemship program, the main format focus is to
develop leaders. Participants may have many different interests and may be involved in a range

of educational programs; however, this model is to create a leadership internship program and

within the program offer tracks or focus areas for each participant to customize their experience
in addition to the group workshops offered for the whole intern team. For example possible
tracks could include, but are not limited to any of the following areas:
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Implementing a program with the track structure helps the organization to create a consistent
program from start to finish with the foundation of leadership for all intern students. This also

allows flexibility for each deparfment to customize their ministry track experience while
knowing there is stability in the structure of the program.
Overall when implementing and creating an internship program within your organrzation,
regardless of the size or type of program

if you want it to be successful it's important as a team

to be continually asking the following questions: Are we maximizing our resources, working
smarter not harder? Is the program enhancing and aligned with the vision and mission of the
organization? Are the processes, expectations and structure of the program clear looking from
the outside in? If the answers are yes, it's a good indication that the program is starting on the

right track to be meaningful for the interns that participate along with fulfilling the purpose

within the organization.
Conclusion
Throughout the research process I have learned that it is important to look at the big
picture of an internship experience. Referenced in the literature review, Kolb's model of
experimental learning highlights the important learning components of an internship experience.
The process has helped me look at the structure of intemship program development and how
each part can be created to encompass all stages of experimental leaming.

Through the process of gathering and analyzing all of the data from the different research
methods, I have learned some of the most important components for a successful internship
program. First, developing a clear prupose for what the organization is trying to accomplish
through the program is important in directing the intern students as well as the staff. Second, to
create an orientation or fraining program specific to the organization is very impoftant to give all
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intern students clear expectations and a working environment that is effective and less frustratrng
for the supervisors and interns. The third component is offering clear structure and guidelines

while offering regular one-on-one sessions for the intem students and the supervisors to touch
base on how the experience is going.

Finally, the fourth cornponent that I have learned through

the research processes is the impofiance of creating balance in administrative duties with Etore
substantive work for the intern students. This can create more purpose in the work that they do
and rnake the experience a rewarding one for the intern student as welI as the supervisor.

After reviewing the chosen leadership theory, The Five Practices of Exemplary
Leadership, I found that the theory potentially is a good rnatch and could be applied to the
creation of a leadership focused intern program. It is a model that would need to be adopted by
the whole organization in order for the language to be affective and consistently demonstrated

throughout the program.
Over all there is little research found in the area of faith based internship pro$ams to

help develop leaders. My hope is that this research will make not only make an impact within my
own organization, but also other organizations working to develop an effective intemship
program and raise up the next generation of leaders.
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Appendix A

Intern Survev Ouestions

l.

What department did you complete your internship experience?

2. How long was your internship?
{

Less than 6 months
ri

6 months
r

to I year

I year to 2 years

,t

Over 2 years

3.

What kind of student are/or were you during you internship?

r
'

High school student

J"*

College undergrad student

fl'"'

Graduate student
Pastoral studies student

'

{"'

Was not a student

4. Did your internship
{

{/-.

5.

count for course credit?

yes
No

What was most valuable about your internship?

38

6,

Which part of your internship experience did you enjoy lenst?

7.

In what ways do you think the organization could improve their internship
program?

8. If an intensive ministry internship program

wfls offered, with a team structure
and a leadership development focus, would you have been interested and willing
to pay for the experience?

r

Yes, it sounds like a great hands one ministry learning experience
Yes, only

t

9.

if it counted for college credit

No, I would only look for internships that paid

How has/did your internship experience prepare you personally and
es sionally for work and ministry?

10. Other comments or feedhack:
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Interview Ouestions for organizations staff:
1. What is the purpose for the

curent intemship prograrn?

2. What is the greatest strength of the current program?
3. What are some growth opportunities where the current intern program is weak?
4. Is there a particular profile that the organization would like to have as interns?
5. Ideally what kind of internship program do you think would thrive best within the

organization?
6. What needs in your department do you want an intern to fulfill?
7. What can your department contribute to the professional and personal growth of an
intern?

Interview Ouestions

l. How

other orpanizations

was your internship program started?

2. What is the stmcture of your internship prograrn?
3. What is the mission and vision for your internship program?
4. How long is the program?
5. What is the placement rate after internships?
6. What do you believe it takes to create a great intemship program and experience?
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Appendix B
Survey Recuitment emai! :
Dear cunent and former interns,
Hi, rnyname is Kelly Black, andlikeyou, lhadthe privilegetoserve asan intem. FromAug.'10-Aug.'11,
I worked in the women's ministries depailment, and am not on staff full-time.
I am currently completing a masters'degree in leadership and finishing my program with this research in
hopes that it will make a positive contribution to the future of internship programs within the organization.
I would like to invite you to participate in my research study through Augsburg College on lnternship
Development. Please fill out a brief online survey on your internship experience, the survey will take no
longer than 5 minutes. All survey answers will be received anonymously.The risks to participation are
minimal, there is no cost to partipate, and participation could potentially improve the future of the
i nternship program offered.

By following the link to the survey and submiting your answers you will be considered a confidential
participant of the study. By filling out the survey you are giving consent for me to use the data in my
published research.

https://auesburs.qualtrics.com/SEl?SlD=SV
ry

0xCxSExo6GGfvzu&Preview=Survev&BrandlD=auesbure

lf you would like to know more information about this study or lf you have any questions, please contact
me at kilbanek@augsburg.edu or by phone at 000-000-0000
Thank you for your consideration and your time,
Kelly
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Subject Consent form
Focus

6roup

lnternship Program Development: How can a faith-based organization develop an
effective internship program?
You are invited to participate in a research study on internship Program Developrnent within Christian
organizations. You were selected as a possible subject because you currently are involved with the
internship program or have shown interest in the development of the internship prograrn. Please read
this form and ask any questions you may have before agreeing to participate in the study.
This study is being conducted by Kelly Black as part of the degree requirements for obtaining a Master's
Degree in Leadership at Augsburg College and in cooperation with my organization at which I am
currently an employee. My advisor is Norma Noonan, Professor of Political Science & Leadership
Studies, at Augsburg College.

Procedures
lf you agree to be in this study, I will ask you to participate in a one-time focus group. The focus group
will take no longer than one hour with me. lf granted permission I will audiotape the interviews.
Risks and Benefits of Participating in the Study

The risks of participation in this study are minimal. The benefit of participating in this research is that
you will have the opportunity to contribute valuable information towards the research of future

internship program development.

Confidentiality
The records of this study will be kept confidential, unless required by law. The results wi![ be
disseminated in a fina! paper and presented to Graduate students and faculty in the Leadership
department at Augsburg College. The paper will be placed in the Lindell Library and a copy will be given
to my organization. The results also may be published in a professionaljournal or at local, regional,
national, or international conferences via a poster or oral presentation. The data contain no information
that will make it possible to identify you, so it will be kept indefinitely.

Voluntary Nature of the Study
Your decision about whether or not to participate in this study will not affect your current or future
relations with Augsburg College, the researcher, or the organization. lf you decide to participate, you are
free to skip questions in the interview or withdraw at any time without affecting those relationships.
Contacts and Questions
You may ask any questions you have now. lf you have questions later, you may contact me, Kelly Black,
at kilbanek@augsburg.edu. You may also contact my advisor, Norma Noonan, at -612-330-1198 or
noonan@augsburg.edu. lf you have guestions about your rights as a research subject or want to discuss
problems/complaints aboutthe research study, send an e-mail to IRB@augsbure.edu.
You will be given a copy of this

form to keep for your records.
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Subject Consent form

lnterview

lnternship Program Development: How can a faith-based organization develop an
effective internship program?
You are invited to participate in a research study on Jnternship Program Development within Christian
organizations. You were selected as a possible subject because you were or currently are involved with
successful internship program in the. Please read this form and ask any questions you may have before
agreeing to participate in the study.
This study is being conducted by Kelly Black as part of the degree requirements for obtaining a Masters
Degree in Leadership at Augsburg College and in cooperation with my organization at which I am
currently an employee. My advisor is Norma Noonan, Professor of Political Science & Leadership
Studies, at Augsburg College.

a

Procedures
tf you agree to be in this study, I will ask you to participate in a one-time interview. The interview will
take no longer than one hour with me. lf granted permission I will audiotape the interviews.
Risks and Benefits of Participating in the Study

The risks of participation in this study are minimal. The benefit of participating in this research is that
you will have the opportunity to contribute valuable information towards the research of future

internship program development.

Confidentiality
The records of this study wilI be kept confidential, unless required by law. The results will be
disseminated in a final paper and presented to Graduate students and faculty in the Leadership
department at Augsburg College. The paper will be placed in the Lindell Library and a copy will be given
to my organization. The resuJts also may be published in a professionaljournal or at local, regional,
national, or international conferences via a poster or oral presentation. The data contain no information
that will make it possible to identify you, so it will be kept indefinitely.

Voluntary Nature of the Study
Your decision about whether or not to participate in this study will not affect your current or future
relations with Augsburg College, the researcher, or the organization. lf you decide to participate, you are
free to skip questions in the interview or withdraw at any time without affecting those relationships.
Contacts and Questions
You may ask any questions you have now. lf you have questions later, you may contact me, Kelly Black,
at kilbanek@augsburg.org. You may also contact my advisor, Norma Noonan, at -612-330-1198 or
noonan@augsburg.edu. lf you have questions aboutyour rights as a research subject or wantto discuss
problems/complaints about the research study, send an e-mail to IRB@augsburg.edu.
You

will be given a copy of

this

form to keep for your records.
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Appendix C

lnitial Report
Last Modified: 1U08/2011

1. What department did you cornplete your intemship experienm?
Text Response
Children's
Children's Ministry
Children's Ministry
ChiJdren's Ministry

Music/Women's
Recovery Ministry

Wornen's Ministry
Youth
Youth
Youth
Youth Ministry
Youth Ministry
Youth Worship Leader

Value

Statistic
Total Responses

I. How No,ng was your internuhip?
1

than 6
months
Less

7

33%

I

43%

24%

2

6 months to
year

3

1 year to 2
years

5

4

Over 2 years

0

Total

L

2L

o%
I

i

100%

M

3, What kind of student are/or were you during you internship?

1

High school

student

0

a%

L4

67o/o

2

to%

2

LO%

3

L4%

2L

100%

College
2

undergrad

student
3

4

5

Graduate

student
Pastoral studies

student
Was not a

student
Total

I.

4. trid your intern*hip count for

1

2

course credit?

52%

11

Yes

t

No

484/a

I
i

TotaI

I

i

100%

45

5. What was most valuable about your internship?
Text Response
The insight knowledge that I received from the pastors that I worked with.
The large number of relationships that I gained over the year
Taking students on a mission trip to Chicago

Working with a great media team and learning software I had never touched before
The experience of working in production with a faith-based broadcasting organization
.

,

:

The most valuable aspect of my internship was interacting with people that I was allotted to serve. This is where
the most hand on experience came, and where ! learned the most. lt was the most challenging, yet rewarding part
of the whole process.
Spending time with Jeff Olson
Hands on experience. Showed me that I wasn't really on the correct career path and saved me a lot of valuable
time and lost money from further my education in that particular field.

Nothing,
The variety of experiences I had (not doing the same thing every day),

Networking opportunities and ability to "try on" ministries
Learning the inner workings of a church,
Experience and practical applications.
Experience in event and trip planning.
The experiences I had planning events and running our ministry.

connecting with the kids
I learned more about leadership within the organization than probably anywhere else. lt was great to see so many
great examples and to immediately be able to replicate that example in the areas where I was the leader.
Seeing ministry behind the scenes; especially for [arge event preparation, senuice/message prep, and

administration
one on'one's with your supervisor
think there were way too rnany "most valuable" things to even list here, but I think it helped me to understand
how I want to define my ministry better.
I

Seeing the inner works of a church

Statistic
Total Responses

Value
21
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6. Which part of your internship experience did you enioy least?
Text Response
The lack of direct deveiopment

Not being a part of a team outside of the department
Lack of experience using microphone in
I

from of the large group other than games

woutd have loved to have gotten more personalized camera training given I was very much a novice at the time

A lack of integration and communication intothe rest of the church staff. A somewhat lack of feeling "valued" as a

: team member.
I probably enjoyed the administrative side the least. However, with that, I understand that with ministry, and most
jobs, this is vital. lt was not something that I felt shouldn't have been a part of my internship; just was my least

favorite aspect.
Setting up for Wednesdays

'

Lack of training and communication from the team I was working with. I was just tossed into the mix with no real
goals or vislon. I filled out my own evaluation form because the supervising pastor was too busy to do so, and then
just signed it. I didn't really get any feedback as to areas to improve, if I was doing the right thing etc,

The fact that the other intern was gone for most of the summer and the staff didn't help me out with the big stuff
tike getting the stage set for Wednesday nights, i had to turn to other interns of the other departments for help.
And that my exit interview with the Pastor was on a Wednesday night, took him 5 minutes to tell me how horrible
i was and that was the only thing i remember from my internship.
Plans made for me as an intern not being followed through on.

unnecessary busy work that had no purpose

Grunt labor: Setting up and tearing down.
Running out of things to do.

,

Cleaning the youth closet.

the constant cleaning and organizing of the prop room

lfeel lwould have been able to do much better and grow much more if there was more communication and

less

assumption.
Set-up and tear down. lmportant, but not enjoyable.
It was hard for me not to have any direction and to just plunge into the work. That was probably the most
frustrating thing for me. But I think it helped me in the long run.
Lack of things

to do. Or l'm too efficient in my tasks.

Statistic
Total Responses

Value
19
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I. ln what ways do you think the organization

could improve their internship prqram?

Text Response
They have recently revamped the program and I am unaware of the status of the program now.
Having rnore collaborative means of working with all interns within all departments

lnvolve interns with opportunities to grow using microphone and speaking and not just with games and
announcements
Don't know.
Better communication (and introductionJ to interns from staff and more integration into the inner workings of the

front office.
With my internship, I could have benefited from more supervision, especially someone who was in my field of
study. The circumstances were not planned for, and so I was very happy to be there, however I did not feel as
though I had someone to go to for advice on how to dealwith issues.
More mentoring sessions
Communication. Regular goal planning for their interns. Give interns more of a defined role, with what they hope
to get out of the internship and use them less for the grunt work and more to develop them in their area of
interest,
Redo the youth ministry internship.

More one on one time between the Pastors and their interns,
Exposure to other ministries and Jeadership models
The program has changed a lot since I was an intern, but I think goals should be set from the beginning. As well as
some sort of guidelines for interns in general so they are not taken advantage of.

Provide more hours and clear defined roles. More mentoring and one-on-one conversations/discipleship.
Have a training session for the different programs and machines used, and for protocol of different church
resources.

Make sure we are learning from each event and not just doing grunt work only.
Simple communication would do wonders I think. I felt often like I was 'thrown to the wolves'so to speak; which
sometimes were my greatest learning experiences, but I sometimes wished I was better prepared by my leaders.
also felt that there was a status driven hierarchy that I could do without.

!

would have liked to have had more exposure to how the church functions at large. ln particular it would have
been good to be a part of certain staff meetings.
I

Have them involved in staff meetings

Making a purpose for eveffihing that they have the intern do. I think the children's ministry did great at this most
of the time, but other times I felt like I was just another highly involved individual. Which I understood but wished
there was a purpose,
Have more structure and a clear list of expectations/goals/communication!l

Statistic
Total Responses

Value
20

48

8.

lf an intensiye ministry intemship fnogram was offured, with a team struEturE and a leadership
development foeus, would you have been interested and willing to pay for the experience?

Yes,

it sounds

like a great
hands one
ministry learning
experience

L

Yes, only

I

No, lwould only
look for

3
I

i
i

l

?o%

11

5s%

5

Z1n/o

20

LOA%

if it

eounted for
college credit

2

4

internships that

i

E
I

paid

:

Total

49

9. Horyu has/did your internship experience prepareyou p€rconally and pmfessionally forwork and ministry?
Text Response

, lt allowed

me to see the inner-most workings of a church and ministry, Also, the real relationship between a
ministry and the church. Also, I was able to see what the pastors and staff do on a day to day basis.

Networking, lead into a ongoing position
Handling the busiest of life and work is one of the things that the internship helped with and also working with
students and having an impact on their lives
Taught me the value of hard work and persistence, not giving up easily'
For me it was a good stepping stone for television production--Randy Wile was an excellent mentor and friend

It has given me experience in working in a church, which is something that I have never done. I felt like I gained a
better understanding of how the ministry I am interested in works, what is involved and required, and was able to
get quality experience in this field. lt has also grown me personally because I was stretched to do things that I was
not used to, and also awoke passions that I didn't realize I had.
A tot of organizational tools

It showed me the big picture of what happens to rnake services run, lt also showed me I wasn't sure ! wanted to do
full time youth ministry and that I was better suited elsewhere to serve in fulltime ministry. lt helped me develop
other skills that I find valuable in my job now. lt also helped me build relationships outside of my area of service.
Sadly it didn't, I left the internship and was heartbroken and left the church around two months later.

It exposed nre to the things involved in ministry that I was not aware of'
Ministry contacts and examples
My internship showed me that as staff you can get away with not doing much as long as you have a slave mule
(intern) to do that work for you. Many staff members would skip important meetings and such and the interns
were expected to be there and report back what was going on. My internship made me realize that I don't want to
work in a church.
Gave me insight of church office culture and church politics

'

My internship involved me doing exactly what I want to do, and having the opportunity to intern really confirmed
that that is what I want to do. Receiving hands on training and responsibility for the things I was given to do was
priceless,
I have learned how to talk with vendors and book thern for events and how to run events. I have also learned how
a balance between my job and my personal life. I have learned how to work on a team and how to deal

to keep

with frustrating situations.
help me understand what goes on behind the scenes
It taught rne leadership and confidence even when the pressures on, which l've found incredibly valuable.

Taught me diligence and that ministry is work. lt's not always pretty.

It has taught me to look at not look at just the everyday small details but to take those things and look at the
blgger picture

It has prepared me for ministry in more ways then I know right now. They helped me understand each aspect of a
kid's ministry as well as mentoring me, lt has helped me understand how to deal with different problem situations
It helped me organize my life better. lt helped me understand why we do what we do in ministry and why we do
what we do outside of ministry. I believe and would tell anyone that is looking for an internship experiences that
you will learn much more, being involved in a ministry than you ever will in school.
Honestly, it didn't really prepare me. I in many ways I missed out on a lot of learning opportunities. I learned as
much as I wouJd have if ! was just a volunteer in those ministries.
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Intemship Supervisor Evalllation
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